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ABSTRACT 

This discussion of the i odules in an experimental 
computer-aided system for officer career information and planning 
system (OCIPS) includes the reasons for its development, a 
description of the seven modules, and the findings of a preliminary , 
test of four of the modules for feasibility and credibility. 
Initially developed in response to a need seen by the Army for a 
cost-effective career planning system, the modules, in the form of 
interactive dialog units, provide an introduction to career planning 
information about officer careers, data about the process of 
alternate specialty designation, practice in selt-undec standing, and 
an opportunity to create long-term career goals by translating them 
into Plans for action. The results of a field test irith 52 company 
grade officers indicated that they found the content of the modules 
to be interesting, accurate, useful, and understandable. Subjects 
gave highly favorable ratings to the use of computers j transmitting 
career information, A cost'^ef fective analysis of the systen is 
currently in progress, (Author/ftEB) 
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FOREWORD 



% 

Part of the research of the Personnel Utilization Technical Area 
of the Personnel and Training Research Laboratory of the Army Research 
Institute (ARl) supports effective career management for Army officer?. 
One result of this research has been the design and field tryout of an 
experimental computer-based Officer Career Information and Planning System 
(OCIPS). This report describes the design of the system, the development 
of interactive modules, and the experimental use of a sample of the modules 
to determine accuracy, credibility, interest, and operational feasibility. 

Research in career counseling and career management has been performed 
jointly as an in-house ARI effort and through contracts with organizations 
selected for their specialized expertise. The current research involving 
application of career counseling expertise to the Anny Officer Personnel 
Management System was performed under Contract DAHC 19"76-C-0030 with 
vocational psychologists at Teachers College of Columbia University. The 
research effort was directed by Bertha ^. Cory under requirements of Army 
Project 2Q162717A766, Task C, Career Progression Systems, FY 1978 Work 
program. 




CAREER PLANNING MODUIES FOR THE OFFICER CAREER 
INFORMATION AND PLANNING SYSTEM 



BRIEF 

i 

Requirement: / 

In response to a need seen by the Army for a cost-effective career 
planning system which would (a) place computerized data at the disposal of 
both the career development manager and the officer and (b) facilitate the 
implementation of the Army policy of officer professional development and. 
utilization, the Officer Career Information and Planning System (OCIPS) was 
designed. The report describes the design of the interactive dialogue 
modules to promote long-term career planning as a part of the Officer Per- 
sonnel Management System (OPMS) . 

Procedure : 

Current theory and opinion on adult career development were analyzed, 
adapted and extended to meet the needs of the project. Five basic concepts, 
considered important for the Army officer were identified: that choice is 
inevitable; that one should base choices on self-understanding; that not 
every career outcome is predictable; that planning requires a combination of 
commitment and tentat iveness ; and that life stages provide predictable 
changes. Attendant to these concepts, a variety of career planning skills 
(e.g., clarifying one's values) were identified. Interactive dialogues were 
designed to teach the concepts and to provide opportunity for practice in the 
skills. 

Product : 

The resulting dialogues provide: (1) an introduction of the officer to 
the computer (2) an introduction to the concepts of long-term career plan- 
ning; (3) a comprehensive look at how the Army career system works; (4) 
shortened combined version of (2) and (3); (5) an opportunity to draw infor- 
mation from a data base on alternate specialty; (6) an exercise designed to 
increase the user's awareness of his/her career-relevant skills and values; 
and (7) practice at establishing long-term career ^oals. 

. Four of the seven dialogues were tested for feasibility and credibility 
with 52 company grade officers who found the modules interesting, accurate 
and useful. 
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CAREER PLANNING MODULES FOR THE OFFICER 
CAREER INFORMATION AND PLANNING SYSTEM 



Introduction 



The recent identification of career planning as a salient issue for adults 
and the scarcity of professional assistance in that problem area has led career 
development specialists to seek alternative approaches to educational and 
career planning. One such approach is the computer-aided guidance system. A 
number of such systems have been developed in a variety of settings^ fSVrimarily 
intended for use among high school and college students. The system described 
here is one of- the first designed to enhance the career planning skills of 
adults whose careers are already in progress. 

Adult career planning .. Recognition of the need for career planning in 
adulthood emerged from the notion of a career as a series of positions, jobs, 
and occupations that extend throughout the life of the individual (Super, 
'Crxies, Hummel, Moser, Overstreet, & Warnath, 1957). This view of work life 
emphasizes the development of persons throughout their life span in contrast 
to the mere prediction of success and satisfaction from Point A^ (preparation 
and anticipation) to Point B (entry to an occupation). Buehler's (1933) 
concept of life stages, long considered useful by developmental psychologists, 
became highly relevant for vocational psychologists as well. The stages of 
growth, exploration, establishment, taaintenance and decline bore observable 
relationships to the tasks which beset individuals as they imagined, preparea 
for. sought admission to, entered, advanced In, retired from and reflected 
upoA their life's work. The work of Havighurst (1953) and Super (1957^ ras 
made clear the need for individuals to cope with differing problems at differ- 
ent stages in order that their career development proceed smoothly. 

The understanding of career phenomena from a developmental framework 
created renewed interest in the career behavior of adults. Studies such as 
those by Astin and Panos (1969) and Davis (1965) carefully documented the fact 
tha;:, during the college years, career-related choices were made "vised 
for more than half the population. The work of Cooley and Lohne«^1969; , 
Gribbons and Lohnes (1969), and Super, Kowalski and Gotkin (106/) emphasized 
the fact that, beyond Che college years, job and position changes were 
frequent, caveer decision making remained a persistent devel^ffjmental task, 
and— by and large— adults continued to need help with planning their long-term 
futures . 

This demonstrated need for career decision making during adulthood under- 
scores the validity of the view of career decision making as a continuous 
fic^ling of the stages of the decision-making process (Katz, 1963). Of 
particular imprrtance in this process is the continuing exploration of 
vocao^onal alternatives- Individuals who engage in vocational exploration 
undertake activities with the purpose of gathering information about them- 
se^es and their environments which will prepare them to choose, P^P^^^.^^"^' 
enter adjust to, or progress in an occupation .Jordaan, 1974). Meaningful 
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exploration can help the individual (1) assess the outcomes associated with 
various vocational alternatives, (2) assess the desirability of those outcomes, ' 
and (3) assess the probability of achieving those outcomes (Prediger, 1974). 
Vocational exploration is, therefore, necessary and inevitable for an indiv- 
idual faced with a career decision. 

Applying computer technology to career guidance ^ To provide assistance 
in the problem area of long-term educational and career planning, career 
development specialists have sought to adapt available resources in computer 
technology to the specific career planning tasks* Current approaches to the 
use of computers in educational and vocational guidance are based on two 
theories (Super, 1970). First is the pragmatic theory which asserts that the 
more information that is available to individuals, regarding both self and 
world of work, the better their vocational decisions are likely to be. Second 
is the developmental decision-making theory which reflects the view that a 
career develops — and, thus, decisions are required — over the life spar, rather 
than as a result of specific, point- in- time, educational or vocational choices. 

The technological capacity of the computer is widely recognized and has 
considerable potential when applied to the^ process of career decision making. 
The computer provides the capacity (1) to store, retrieve and update large 
amounts of data, (2) to interrelate data about individuals and their environ- 
ments, (3) to individualize data to generate educational and career alter- 
natives, (A) to simulate conversations of interviews through int6ract:ive 
terminal devices, (5) to modify user behavior to provide feedback, review and 
personalized assistance to counselor or client, (6) to control and coordinate 
audio and visual material with text, and (7) to provide seirvices ^o many users 
simultaneously in various settings (Harris & Tiedeman, 1974). By making use 
of these capabilities, carear development specialists have been able to 
provide the needed assistance to individuals at their different developmental 
stages !♦! terms of information gathering, vocational exploration, and career 
decision making. 

Several computer-aided counseling and guidance systems are currently in 
operation. The Computerized Vocational Information System (Harris, 1968), 
the Education and Career Exploration System (Minor, Myers & Super, 1969), 
Oregon's Career Information System (McKinlay, 1974), and DISCOVER (Rayman & 
Harris-Bowlsbey , 1977) are examples of systems developed for use with high 
school populations. Another, the System for Interactive Guidance and Infor-- 
mation, developed by Katz and his associates, has been designed for use with 
college students (Katz, Chapmin, & Godwin, 1972). 

The effects of these systems have been studied and, in general, the 
results have beenSencouragin3. Although no studies have yet demonstrated 
that the systems have been effective in improving the users* decision-i;:aking 
skills, other relevant skills have been measurably enhanced. Specifically, 
as a result of using computer-aided counseling and guidance systems, users 
increased their vocational maturity (Myers, Thompson, Lindeman, Super, Patrick, 
& Friel, 1972); users achieved more specificity of information about educational 
and vocaticn£.l alternatives, showed greater crystallization of vocational 
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\5. planning, and gained more information about career alternatives (Harris, 1972); 
and users' indicated that they learned to operate them easily, did not feel 
dehumanized by their use, and 'enjoyed using them (Nyets, et al. , 1972). 

The computer-aided counseling and guidance systems that are currently in 
operation, however, vere developed primarily for use among high school and 
^ college students. Recognizing the potential of a system intended specifically 
' for an adult population, the Army Research Institute began the development of 
/ an Officer Career Information and Planning System (OCIPS) which is designed to 
/ uiiliz<» knowledge of adult career planning and existing computer technology to 
further the professional development of Army officers. 



The Officer Career Information and Planning System (OCIPS) 

OCIPS Is being developed in response to a need seen by the Army for a 
cost-effective career planning system which (a) would place computerized data 
at the disposal of both the career development nianager and the officer and 
(b) would facilitate the implementation of the Arr.y policy of officer ^ 
professional development and utilization as expressed in DA Panphlet 600-3. 
Prior to the initiation of the project, several legiti^te complaints on the 
part of officers had been recognized. These included, specifically, the lack 
of readily available, consistent, complete, and current information regarding 
the officer career progression system. .There was also evidence to suggest 
that better use of officer interests and abilities was possible and that 
inefficient officer career decisions were being made (Macpherson, Note 11; 
Macpherson, Eastman, & Yates, Note 12). 

Drawing on theory and research in counseling psychology and technologies 
in computer science, OCIPS is envisioned as a computer-aided career information 
and planning system for Army officers (Cairo, Note 1; Cory, Medland, & Uhlaner, 
Note 3; Cory, MeJland, Hicks, Castelnovo, Weldon, Hofier, & Myers, Note 2; , 
Van Nostrand, Note 19).. It is hoped that this systeai will provide a nunber of 
benefits to the Army officer and to Army management, including: 

— greater ability of an officer to take responsibility for his or 
her own career decision making; 

— greater officer satisfaction and increased knowledge of the 
career-enhancing, potentialiti^is of various assignments; 

— better fit of of f iccr-to-job based on the, consideration of 
aptitudes, values, interests, education, training, and 
experiences; and 

— greater equity and efficiency in the career management system. 

— greater opportunity for career managers to concentrate on counselor 
functions . 

In order to begin to accomplish these goals, the initial phase of the 
system's development, described in this report, called for a long-range 
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career planning dialogue unit that would enable Army officers to explore 
planning strategies and decision-making techniques and to develop and apply 
.career goals anc values to their own long-term oareer planning. It was det:ided 
that the system would need to conform to a number of specifications. First, 
the dialogue units, should allow the officer to explore career-related values 
and strategies for implementing those values. The units should advocate 
flexibility in career planning and be applicable to Army careers. Second, th^ 
dialogues should appear as a natural conversation between an officer and a 
human counselor, using explicit, concise language tailored to Army officer 
background and interests. Finally, the dialogues should be designed to 
increase the officer's awareness of the notion of a career as a time-ordered 
sequence of positions, mediated partly by his or her ovm choices. 

C onceptual Developmenc 

From these objectives and specifications, t^e team at Teachers College, 
Columbia University, directed by Roger A. Myers, proposed to create a set of 
computer-aided experiences for teaching various career planning concepts and 
for enhancing career-relevant competencies. The specific concepts, on which 
the long-term career planning portion of the syst^^em is based, are those that 
emerged from Super's (1957) longitudinal study of career development. The 
concepts represent those notions thaC research has shown to be essential for 
consideration in career planning. They are: 

^' The inevitability of choice : stressing the opportunity 
and obligation on the pai^t of an* indivi,iiAi^l to make 
certain choices, and reviewing the consequences of not 
choosing wh^ choice is indicated; 

2 , Choice as an implemen tat ion of values : introducing 
the notion that the major determinant of any given 
choice ought to be the values of the chooser, 
necessitating some clarity about one's ovm value 
system; 

3, Contingencies and discontinuities : making explicit the 
implicitly obvious existence and influence of events that 
one is unable to predict; 

4, Clarity and tentativenes>g : illustrating the necessity 

of having clear, well-designed plans, while simultaneously 
recognizing the unavoidable tentative nature of such 
plans; and 

Life stages : focussing on the available knowledge of 
career-related behavior at different points in an 
individual's development. 

Such research has also shown that certain competencies in career 
planning tasks must be developed in order to negotiate a career successfully. 
Drawing on tnis body of knowlege, the proposed system was to include exer- 
cises m the fullowing areas: 
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Skills and values clarification. An of/icer'*s skills and 
yalues are major determinants of career satisfactioft and 
success. Accordingly, the ability to identify these 
primary skills and values is import^jit to career develop- 
ment. This ability has other important components: 
(a) recognizing arid resolving conflicts among values and 
skills; (b) recognizing the linkage between specific 
values and skills and career decisions; and (c) preparing 
for possible revisions of the primary skills and values 
throughout one's career. 

Career strategies . Career planning requires ith€ ability 
to translate self-and-environment knowledge into planful 
action. The components of this are: (a) interpreting 
life goals in light of one's primary values -and skills; 
Cb) developing life goal^that are optimally enhancing 
for career development; (c) harmonizing conflicting 
goals; and (d) dt^veloping action plans for reaching 
specific objectives. Overall, "career strategies" 
m§ans the ability to implement one's primary values 
and skills in specific, concrete actions. 

Choice point identification . In a complex career system, 
it is important to be able to identify those points where 
one can choose and wb<»re that choice can make a significant 
difference. This includes the ability to anticipate futuie 
choices, to evaluate present choice alternatives, and to 
assess the irreversibility of specific choices. 

-^ • 

Career monitoring . Assessing career progress is important 
in view of the tentative nature of career planning. 
Assessment requires a systematic way of continually 
integrating the careei;, environment with one's primary 
values and skills. , 

*■ " ^ - 

The original plan for the system envisioned two forty-minute interactive 
dialogue units. The first of these was to be a didactic unit des;tgned to 
teach and illustrate concepts about career planning The other was to be 
an informational unit describing the officer career progression system in 
which the user would be implementing those concepts. This plan was subse- 
quently expanded to provide additional emphasis on actual career planning . 
tasks. Strategies for implementing one's interests and for negotiating a 
career throughout the life span were to be illustrated in a game mode, using 
individual officers' profiles and predictable events that occur in an 
officer's career. 

To supplement the two-trjdule plan, then, the developmental effort was 
redirected to provide a raori complete guide tn career planning. Each 
component was (Resigned to address a major consideration in career planning, 
and the entire system was intended to mirror the pareer planning and decision 
making process: 
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After the officer is instructed as to how to use the terminal (with a 
module called SIGNON),;the initial dl^dactic module (now called FORESIGHT) 
^provides an introduction to the decision-making process^ the informational • 
n^odule (called OVERVIEW) describes the occupational environment and oppor- 
tunity strjcture in which the ojf icers»operate; a SELF-ASSESSMENT module helps 
users to describe themselves in relation to that environment. Data banks 
(such as that used by ALTERNATE SPEfelALH, a submodule of ^OVERVIEW, Fields, Note 7) 
allow them to explore the "fit" ot the various alternatives of the environment 
given cheir own descriptions; and the final module (called CAREER STRATEGIES) 
guides th^ users in integrating previous information to make choices, imple* 
' ment dec^t*sions, and evaluate career progress. ^ . 

System Description i»> - 

i The current system consists of interactive, or conversational, dialogue 
units. The usfer's path through the units is determined by his or her • 
responses to questions or by selectiion from among alternatives posed at 
several choice points within e ^ch unit. (Examples* are provided in Appendices 
A through E.) Each module is self-contained and connects with the other 
modu^^s via an exscutive monitoring system. At present, SIGNON, FORESIGHT, 
, OVERVIEW, and ALTER^^TE SPECIALTY have been programmed and are useable in 
demonstration form. The remaining\ modules — CAPTAIN'S INTRODUCTION, SELF-. 
ASSESSMENT, and CAREER STRATEGIES—^re in script form but have not y6t been 
programmed. The various modules are^ described below. 

SIGNON . This introductory module introduces the officer to the' system, 
instructs the officer as to how to use the terminal, and asks for a variety 
of identifying data such as military specialty, type and level of civilian 
education, and current military status (See Appendix A). j 

FORESIGHT. This module is designed to introduce the user to long-term 
career planning. It begins with consideration of Che belief that individuals 
can influence their career progress if (a) they know what they want, and 
(b) they -know how the system works. The basic career concepts described' 
earlier are assigned code names: , **Must" — choice is inevitable; "Value'" — you 
have to-know what you want; "Surprise" — unexpected events happen even if ' you 
plan; "Tension" — simultaneously fiinn and tentative planning; and "Stage" — 
predictable life changes. The user may elect to lookthrough any or all of 
the five- or six-frame interactive explanatory illustrations for each concept. 
• The conclusion of the module integrates the concepts in a sample career path 
that shows an officer making choices and confronting situational changes at , 
different stag^es in his career. The ability to convey to the user the most' 

current available knowledge about career planning and career development in an 

und^standable and thought-provoking manner is the most outstanding quality of 

•v^tjpf FORESIGHT module. (See Appendix B for an excer^f from FORESIGHT.) 

OVERVIEW > This informational nodule includes the Army's overall plan for 
the progression of an ofticer's career and attempts to make the user aware cf 
those factors which can influence the ways in which an officer's career deve- 
lops. These include: / 
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— changes in needs, goals, end objectives of the Army 
— ^military and technological changes 
o — timing of career decisions 
—Officer Evaluation Reports 
—military education 
—alternate specialty assignmsnt 
— civilian education and training 

It dissects the patterns and determinants of Army careers with thf use 
of a eries of off-line charts and offers the user answers to a series of 
t' Illy-asked question- It reinforces the concepts introduced in FORESIGHT 
adds some Army-specific concepts such as officer responsibility and dimen- 
sions of utilization and training. OVERVIEW facilitates the officer's compre- 
hension of "how the system works"— a necessary ingredient in career decision 
making— and does so in a manner that enables officers to incorporate the 
understanding of the complex officer career progression system into cheir 
planning. (See Appendix C for an excerpt from OVERVIEW^) 

\ 

CA PTAIN ' S INTRODUCTION . Experience with the system has shown that, while 
younger officers (lieutenants) profit from FORESIGHT and OVERVIEW, officers 
who have achieved the rank of captain or above have already acquired much of 
the information contained in the modules. Therefore a substitute introductory 
module was designed for users already familiar with the Army Career Progressioa 
system. This module, called CAPTAIN'S INTRODUCTION, includes the information 
in FORESIGHT and OVERVIEW in a more abbreviated form (See Appendix D). 

AL TERNATE SPECIALTY . One of the system's long-range objectives is to 
providi the user with access to data releva.it to important choice Points Jin 
an Army officer's career. The submodule of OVERVIEW and CAREER STRATEGIES, 
cal^-u .T ERiNATE SPECIALTY , is an example of how thi" can be done. Due to the 
impiem tation of dual occupational specialties for Army officers, expressing 
a preference for an alternate specialty is a critical choice point in an 
efficer's career. A rich data file relating officer charac'.eristics and 
preferences to alternate specialty designation affords the user a unique 
opportunity to engage in meaningful career- exploration. The ALTERNATii 
SPECIALTY submodule was developed to make use of tl.is data file and includes 
information about the alternate specialties that are available, how they are. 
designated, and how career plans can influence them. In making the data 
available. to the user and in offering suggestions about useful ways to 
Interpret them, the submodule provides .the officer with the opportunity to 
explore and compare his or her characteristics with those of ofcicers for 
whom any given specialty was designated during the previous year and to 
integrate this information into an effective career strategy (See Appendix E) . 

SELF-ASSESSMEJTT. Other modules (OVERVIEW and ALTERNATE SPECIALTY) have 
addr essed the issue o f "how the system works." The SELF-ASSESSMENT module is 
designed to help users clarify "what they want"— a necessary component of 
satisfactory career plan .ing. The officer uses a representative list of 
skills and values to create an individualized profile based on preference and 
performance (skills), and subjective importance (values). The list of skills 
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was derived from an analysis of Army officer job performance dimensions 
(Oliver . Note 8'. "and available Inventories of relevant career skills (Haldane 
1974, Katz. Chapman & Godwin, 1972). Similarly, the values list represents a' 
combination of work value inventories (Super. 1968; tCatz, Chapman & Godwin. 
1972). llsrs of val .es used In Industrial personnel development programs, and 
values derived from Army Research Institute surveys. Once the officer has 
created a profile, suggestions are offered about Integrating self -assessment 
Into planning and the user Is asked to evaluate previous and anticipated 
assignments In light of this profile. (See Appendix F for an excerpt from 
SELF -ASSESSMENT. ) 

CAREER STRATEGIES. This module Is designed to help officers Implement 
their career aspirations through exercises In setting long-term goals and In 
translating goals , Into action plans for Immediate objectives. The Introduction 
conveys to the officer: 

--that goals provide the basis for long-term planning; 
--that goals are arrived at by assessing the structure 

of Army career opportunities and by assessing one's 

own characteristics; 
--that long-term goals can only be obtained by achieving 

Intermediate objectives; and 
--that concrete plans o-f achieving Intermediate objectives 

provide the link between career planning and Intelligent 

action. 

The process of creating a career strategy Is Introduced by the use of a 
career planning game ("SCOR") which Incorporates the major aspects of an officer' 
career: military specialties, education and training, skills, job performance 
rank, contribution, assignments, family, and values. The game uses an off -line 
playing board ("SCOR -BOARD") for charting hypothlcal career progression. The 
decision points In the game require the player to deal with four career Issues: 
the Inevitability of Surprise, the necessity of Choice, the awareness of 
Opportunities, and knowledge of Requirements. The player starts the game as a 
second lieutenant, selects pre -progranned goals, s^ ks to move toward those goals 
in a series of computer m-.aged decisions, and aj . - at an end point that 
signifies goal achievement. 

At the conclusion of the game, the principles of creating career strategies 
are reviewed and the usei Is presented with the "Career Planning Wheel " This 
offline chart Is similar^ to the SCOR -BOARD, but depicts the major aspects of an 
officer s career In more detail. The user may access computer-based career data 
related to the year of comnlss loned service In each aspect of the wheel. 

After the SCOR game and the Career Planning Wheel have Illustrated the use 
of career strategies and career Information, the user Is asked to review his or 
her own career goals. Each goal Is examined with a series of eight criteria for 
effective rrreer planning goals and Is revised until It satisfies the criteria 
The revised goals are then translated Into action plans for Intermediate 
objectives. For example, users are guided to convert goals to actions by 
choosing a specific standard for gauging succesa, Identifying resources and 
barriers, setting checkpoints and deadlines, and so on. 
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The results of this module include clarified career goals, contributory 
intermediate objectives, and action plans which have been tested for their 
adequacy, (See Appendix G for an excerpt for CAREER STRATEGIES,) 

System Evaluation 

In order to assess potential operating difficulties and to obtain some 
initial reactions to the acceptability and usefulness to the target population, 
four of the seven modules (SIGNON, FORESIGHT, OVERVIEW, aad ALTERNATE SPECIALTY) 
were field-tested on 52 company grade officers at Ft. Benning, Georgia (Oliver 
& Day, Note 18), Each officer was administered a pre- and post-use instrument 
measuring: knowledge of relevant infomiation, attitude toward the computer as 
a guidance tool; and the understandability , accuracy and usefulness of each 
module. A post-use debriefing session was also conducted. 

The results of the field trial were extremely encouraging. The users 
found the content of the modules tc be interesting, accurate, useful, and 
understandable and gave highly favorable ratings to the use of the computer as 
a method of transmitting career inf oraiation. Those officers who used the 
system reported a decreased need for career information and an increased 
level of certainty and satisfaction with alternate specialty preference. It 
was also found that the style and the humor of the text were considered appro- 
priate and enjoyable. 

Although no major revisions were indicated by the field trial, several 
ad£?Dtations and expansions of the system have since been suggested. Designed 
pixiu^rily for the use of company grade officers (those who have fewer than 
eight years commissioned service), OCl?Z could well be adapted for use by 
field grade officers, including particularly those wno had used the systezi 
in their years as junior officers. Other potential users are those who are 
involved in officer career management (Hadley, Marsh, 6< Korotkin, Mote 10). 
Alternative entry modules, similar Co the CAPTAIN'S INTRODUCTION, would intro- 
duce such personnel to the system. Proposed content expansions include a 
module sealing with the career planning and decision making necessary upon 
severance from military service. Expanded data bases could add information 
about military and civilian education and extended longitudinal data relating 
alternate specialty designation and other career events to later career paths 
CFields, Notes 7, 8, 9). The system is also capable of administering and 
scoring assessment instruments and could be equipped with the capacity to 
monitor and store patterns of system use for research and re-evaluation. 

The Off icer* Career Information and Planning System currently exists in 
the first generation phase of development. Those components which have been 
tested in the field work well and are acceptable to the target population, 
however adaptations and changes are required. CAREER STRATEGIES requires 
additional data and dialogues for full operation. OCIPS has demonstrated 
potential for expanded operations; further field testing and subsequent 
revision are indicated as the next phase of development. A cost-benefit 
analysis of the systet? is in progress. 
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Appendix A 



FJtt^erpc front SICNON 

".*hi3 noduie introduces the user to the -.vstem, provides instruction for jsing the terumai. and 
asks the iser t dt identifying data. 



THE SYSTEM YOU ABOl'T TO SEE IS AN EXPERIMENTAL ONE. THE 'OFFICER CAREER INFORMATION 
& PUNNING SYSTEM' IS IN \ DFVFtOPMENTAL STAGE ANT) WILL PROBABLY I'NDERCO CONSIDERABLE 
MODIFICATION BEFORE IT IS REAI/Y FOR OPERATIONAL USE. WE APPRECIATE YOUR PARTICIPATION 
IN EVALUATING THE SYSTEM DURING THIS EXPERIMENTAL TRYOUT . 
'ALWAYS PRESS THE ' NEirf LINE' KEY WHEN YOU ARE READY TO CONTINUE) 



> K '"X'R ''.ODE IS 01. PERHAPS YOU 3H0ULD JOT IT DOWN SOMEWHERE SO YOU WON'T FORGET IT. 



IZJxSt THE SPECIALTY CODE VU-MBER :)F '■'OUR ^'RIMARY SPECIALTY. ^FOR e:XA:!PLE: 11 FOR 

'.FaNT^V SPFXIAlTY ^:0DE NX'MBERS can 3F -Olim }N pace l of the officer CAREER INFOHMA- 
I \ \M) 'LaNMNG SYSTEM HANDBOOK, '.miCH IS LOCATED NEAR THIS TERMINAL. 



H LET'i FIND OUT ABOUT YOUR riVILlAN EDUCATION. Vm tHE VU'MBEH -•HIGH CORRE- 
CT .LjSELV '.tlTH "HE .AMOUNT OF EjUCATION VX ^iAVF. 



^iKTORAL DECREE 
MASTER'S DEGREE 

PROFESS IO.>UL DEGilEE ^^DS, LLB, FiTC.) f 

year or more of postgradiate education 
■ ;lllGE graduate 

^vo ^r more years of college i'but less than a bachelfei's degrfe) 

LFS3 THA)^ T\'0 YLARS OF COLLEGE 

hI':;h scho)l grajjuate ior less) 



.K. ,0W FOR YOUR UN'DERGRADUATE MAJOR. 


IF YOU DO NOT HAVE 


AN UNDERGR.'J)UATE MAJOR, SELECT 


-\ ';e\er-al :ategory which you feel woltd 


BE MOST APPROPRIATE 


FOR YOU. 


A. rtLTlANITIES 






3. 3*'SrN'KSS 






\ FVjlVEErtVG 






3. ^Ifr'^I^'AL lENCES 






r : jc:al sc:^\rEs 






r . L \W 








Appendix B 



Excerpt from FORESIGHT 



The user has ^signed on^ to the system, and, given a 
deseriptioii of what the mod\xle contains, has opted to explore 
FORESIGHT further. The following frames ue presented on the 
screen: 



1 - IF YOU lOWW MCy TO 00 IT. TOU CitI GET mCTLY 

i:^ wa::- out cf youi^ am cAxm. 

2 • Yot r»Y Tc 00 <u» FC8s:aLY rmuCTCi 

wiktkT •u?nss 7C roup amy CApm. 

•lAT :s YCUB 'lACnoi TO TOSl stATDoars? 

A - : :s Twr. 2 is 5ot 
! - i :s TP Ut, 1 IS aoT 

C - lULTSa IS T^Vt 

s - bcm Ajff 




A£ wt siz rr. irr3» :s tsve ajscutely. but bct* 

£An ZLDCrrS 0«" TP'JTB. TW UACS to a rbBSHERATIO* 
Cr TK '^Ci fCyglSlg MSTS. 

am rsK afz 

Ycu iAn A ?cvi?JV!. nru.'sacr 3R youp Loxc-Tzm 

"YOU CKU VIAT YCU -AST. AVD 

— /ot oroi* ic)i Tn strrm jcwe. 

OA? "5 ?CUR •lACriQI ?C THAT* 

A 7!«CIICLX Acnx 
r ACm 

c cisAcxa 



"A" or "B" OPTION 



"E" 
3PTI0H 



aXL THl '.TXT aTD- :» 4f,rr!MC TO CIO« rfKAT fO>C5ICHT 

nA^t :a*£IB ?u*ijnc these !:cas -v^e :Aiiio 3a^:: 
:: .czP'j ini :mi:y m 

u^iNC .Hcrcss :s ihevitable hust^ 

Hia :o MAid ;hoic£S, yoo .-uvt rc oicw what ?cu 

^.U^ETTECrrED THIB*.3 HAPm TO 4 :AFE£f . IC laTTSR -"CW 

•Af'iTJUr ',n. ^Lriis '3ti»»:sE, 

— dECALii 1v M -^-4 ^EDICT THE •VTJRE* >HE MUST 3£ 
3E 3yTH TTRH ^ TtJITATV/E :aWlTAJIEOUSLi 

-'^d -IFt »«OCmSLS. 'COFl.X :HAJK£, some :f 7HC :UA]ICCS 

-Jit -fit;.:cTA.*u jTACEi 
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O.K. MAYU THE WOR£ "POVUtfUL** NAi3a IT HAJID fOR YOU 

TO Acaa. cvo though tiese itCLiErs m wt yo(^ at 

PHESEirr, 6EAJI IS MIHD THAf fOUEaiCHT 15 8AStt_-QI THESE 

:.KmiCAX, OS nor. would TOU LIKS to UJUI NOHE ABOUT 
rORCIOHT? 



A - YES 
I - NO 



''A" OPTION 



/ 



"B" npTION 
(Ixit from this section) 



'Each option is presented in 
the order indicated by the user. 
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Appendl^t C 
Eicerpt from OVERVIEW 



The introductory section of OVERVIEW stresses the complexity of 
the Army Officer career structure and- encourages users to consult 
additional sources of information for details bieyond the scope of 
OVDIVIZW. The following excerpt introduces the user to the off lire 
charts (included here) and begins the explanation and discussion 
of the career structure. 



u k/i ^u). ne OMY onicDi cab en irnxmit is yoT 

CCf^LlCATtD so « tflU, TAU AWJT WIS STIWCWFl, 

o3i pom AT A ?!>•£, wiw m ntu or a .->nio or 

CACV CIIAIIT PItODTS OR IfiCA. TVO TIB MTT CMAlIT ADDS 

AJKnn rpcA. 

ALCJK m WAT. Wf WILL SIMUSIZX OUK IDCA3 AMD GIYC 
sots OMTUS. 

ALSO. AT 7MZ OD 3r THIS 3CCno«. A WIU. AJiSVtSI SEVOLAL 
^ULaTIOU IR MOME DCTAll. 

JUK uQAL mt 13 TO ilCL^ TOU G£T QUl 312 PICTLUE OF 

ifou rctm CAjiEOi may DCvtLor 

pttASt 'nmi TO jHAjrr #i or ni HAjnaooK. or p^c 6 



"A" or "C" OPTION 



OKAT YOU'RE (KM LOCKIMG AT OfFICia nwriSaiOIUL 

CEvtLCPMnrr (opo) chaft #i. 

'yi L£COa) AT TW 80TTW RIGHT Or TM CIWIT EXPLAUtt 
Thl SCALZ. 

THt itu nm IS smru. theri is a spu or roa ii 
.wet A TYTicAL orricn cam opbct to uaci a cnrTAia 

ASD KE MUST REACH WAT OIUDE It A CWTAW TDtt. 
in ORDOl TO ROUU IK SDVICC 

iUFPOSi MAJOR AflAW WAS FBOKITED TO LT- COLOm A? HIS 
liTH YEAB or CQMIISalOireD StRVICE WAS THE PROHOtlOI 



scLOw ia tout 

AT THI :OiE 
ABOVE T« fcBE 



"B" OPTION 



*<A;CJ( AfiAlf'S PfCMOTlOII TO L7 COLOKtL WAfl RIGHT 
AT fME lOif FOR L? ':oLO»IlS, SIICI TWE SOW 
?q::iT fOA LT ;CLORELS. MAAKIS BY A :>TAA. CCMES 
*T THE IjTK TEA* 

RIADY ^ Tifl REZT ISEAT 

A ;es 

8 oEPn&s Of ns iw. but pire away. 



RIGJIT. major ACAM*S PROMDTIOII TO LT. COLCflEL 
WAS RIGHT AT T»I 20fE fOR LT. COLORELfl. SIHCX 
THE ZOHl POIRT, HAKOL BY A STAJI, COMES AT THE 
I3TB YtAll. 



READY POR THE IfEXT IDEA? 
A YES. 

B LEPOftS 01 na IDEA BlfT flBE AWAT. 



"A" or "B" OPTION 



"•A" or "3" OPTION 



^Ls^s iJCK AT oro :kabt n. pace t. fcR :ur iext poivt 
^rirz-^^iav jtcRiccfrAL ::ke!:2;oii. 

."^ f :MP«CVtSG luUR iKlLL: SWiCAT'CII. T*: ^EET 

:k:li3 r«j ju^eaty uve 
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CONTINUED 
-ON NEXT PAGE 



Appendix C, continued 



i 



LOOKliC AT TMt CKAAT. WIAT CAil Wl SAT? 



A omen '1 DCvcLonD morc i^iuixs thai did 
omen #2. 

I omen 12, ovnALL, moiAiur comxiunD noax 

?C TU AIINY*S ROSS. 

i q/ften #i's cAXcn imphasized ccvcLopimrr op 
SKILLS, mn 50 ms did the eAxm of omen 02. 



"B" OPTION 



\ 



RIGHT. 

wi amuat sat that cwf omen oevelopd rwnm. 
cR THAT AKmn omen comiaum mow. 

CAM SAT WAT AflSlClMDm HAT STRESS 'OCTIV^ mStm 

Aim ntas (orFicn -^2) o« hat se ^bigot to 
OEvckOP A« omcn»s sinixs row iat» corwiBUTiote 
(omckR #x). 

SOni iMPtlASSS ARE VITAL PGR AR EFPtCTIVl ARMT. 
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A" or "C" OPTION 



uiiu w CAWOT SM TMt o«.ornc» nimoPB) 
nnrniB, o« t«« amtsv oirica coiniiuTtt 
wm, w «■ SAT BUT AssioMRs Mt sooa 
Htmm mtm ma na» (cmco n) o« mat 
u ocsicns 10 DiTiLor u omen's siaua nn 
um cnminunon (omen n). 

ion DIMMB All VITAL TOR AM irilL'lIVt AMR. 



At this point in the module, the computer continues on to present 
further concepts and iUustrations of the career structure, using 
the remaining charts) in the off-line series. 
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r^ooppc^siONAL DEVELOPMENT CHART NCX 1 
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strative. It is 
ne span for promotion 
^rational system, 
kept current. 



Utilization o« Skills 



ERJC2ri 



I ' I ' f " r r I ■ ! I I I I I I I — I ' ll — r 
0 S , 10 15 



1LT 



CPT 



1 — » 1 — I 1 — I — T" 

20 25 



YEARS OF COMMISSIONED SERVICE 



-I 1 — I — 

30 



MAJOR 



Lt colonel 




TIME SPAN FOR PROMOTION TO GRADE INDICATED (AUS) 



LtGENO 
EtriUil promotion ytar 



r 



Avf ragt promotion 
period 



L«l«sl promoUon yoar 
(OlherwiS* officer it 
d«$charged) 



Pagt 3 



OFFICER PROFESSIONAL DEVELOPMENT CHART NO. 2 




o 



m 

B 
a 
o 

1 



I f I 




This chart is illustrative. It is 
recognized that time span for promotion 
changes. In an operational system, 
time span would be kept current. 



UtMuatlon of Skills 



I 1 I I I f 1 — 1 T I II — r 

S 10 IS 



-1 — I — I — r—i — I — I — j—r 
20 25 



Nao 



YEARS OF COMMISSIONED SERVICE 




LEGEND 

EarHf tl promotion i#«r 

jf Avtragt promotion 
j* ptriod ^ 

Latest promotion y««r 
(Otherwise officer^ it 
<y$charged) ^ 



n 



n 
o 

I 

■I • 

■^3 



Appendix D 
Excerpt from CAPTAINS INTRODUCTION 
This aoduie prgvtdei the u»er vith an abbreviated version of KORESICHT and OVERVIEW. 



the officer career information and planning systdl (ocips) is designed to help yoli with 
Long-term career planning, it is made up of five separate modltes 

—foresight deals with basic concepts of career planning 

— ^elf assessment helps you create a profile based on your ratings of 

your skills and values. 

--alternate specialty includes information and data on alternate specialties. 

—overview deals with the army*s overall pun for the progression of an 

officer's career. including the factors that influence the way it develops, 
—career strategies helps you set goals and de^'elop action puns for 

achr£\'ing these coals. 



AT THIS POI.ST IN YOUR ARMY CAREER YOU MAY ALREADY BE ACQUAINTED WITH MANY OF THE CONCEPTS 
THAT'aRE PRESENTED IS FORESIGHT AND OVERVIEW, 

THEREFORE WE'D LIKE TO GIVF YOU THE CHOICE TO BEGIN WHERE YOU THINK IS MOST SUITABLE FOR 
YOUR EXPERIENCE AND INTERESTS. YOU MAY BEGIN WITH EITHER THE FULL FORESIGH*^ OR WITH A 
CONDENSED VERSION THAT HIGHLIGHTS THE CO.NCEPTS AND LEAVES OFF THE EXAMPLES. CHOOSE ONE; 

A: I'D LIKE TO START WITH THE FIXL FORESIGHT 

3: " " " ' CONDENSED FORM. 

C: SKIP IT. LET'S GO ON TO ALTERNATE SPECIALTY. 



'PTION B 



IN OETTINr. TO KNOW WHAT FORESIGHT IS ABOUT INVOLVES BRINGING INTO FOCUS CERTAIN IDEAS 
;BOUT CARcER PUNNING. THESE IDEAS ARE CALLED "BASIC CONCEPTS". HERE THEY ARE: 

—MAKING CHOICE IS rNEV'lTABLE ^MUST) 

--IN ORDER TO MAKE CHOICES, YOU HAVE TO KNOW WHAT YOU WANT LVALUE) 

—UNEXPECTED THINGS HAPPEN TO A CAREER, NO MATTER HOW CARERXLY ONE PLANS (SURPRISE) 
—BECAUSE NO ONE CAN PREDICT .H£ a'TURE. ONE MUST BE ABLE TO BE BOTH FIRM A:;D TENTATIVE 

SIMULTANEOUSLY (TENSION) 
--AS LIFE PROGRESSES. PEOPLE CHANCE; SOME OF THE CHANGES ARE PREDICTABLE (STAGE) 
WHICH CONCEP: WoiLD YCU LIKE TO LOOK AT EIRST"* 
A MUST D '^TENSION 

B VAL-fe E STAGE 

C SURPRISE 
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Appendix E 



ExcTpts from Alternate Specialty 

This aoduXe provides the user with data about the designation of Alternate Specialties in years 
pas: and offers suggestions about how to incorporate such data Into one's own planning for expressing 
an Alternate Specialty preference. 



WHICH OF THE FOLLOWING IS TRUE' 



A. AN ALTERNATE S?ECIALrf IS A SPECIALTY IN ADDITION TO YOUR P MARY, DESIGNATED FOR YOUR 
PROFESSIONAL DEVELOPMENT AND UTILIZATION. 

B. AN ALTERNATE SPECIALTY IS A SPECIALTY WHICH TAKES THE PLACE OF YOUR PRIMARY AFTER YOUR 
FIRST SIX TO EIGHT YEARS IN THE ARMY, 

C. ^ AN ALTERNATE SPECIALTY IS WHAT YOU GET WHEN THE COOK HAS RL^N OUT OF PRLMARIES. 





OPTION A 


\ 

OPTION 3 




RIGHT' LIKE A PRIMARY SPECIALTY, AN 
ALTERNATE SPECtALTY IS A SEPARATE 
GROUPING OF Dl'TY POSITIONS HAVING 
SIMILAR SKILL AND JOB REOUIREMENTS . 






NOT REALLY. AN ALTERNATE SPECIALTY DOES 
NOT REPLACE YOUR PRIMARY. IT IS A SEP- 
ARATE GROLTING OF DUTY POSITIONS HAVI>X; 
SIMILAR SKILL ANP JOB REQUIRJEWENTS , 











OPTION C 

± 

NO. EITHER YOU HAVE A SENSE OF HUMOR OR YOU DON'T 
KNOW VERY MUCH ABOUT ALTERNATE SPECIALTIES, 



Officer Preferences- How iiany wanted what they got 



\LXT rS \ LI$T OF 


SOME 


ALTERNATE 


SPECIALTIES. 3ESIDE EACH ONE 


ARE THE 


PERCENTAGES OF 




OFFICERS ENTERING 


THAT 


SPECIALTY 


WHO LISTED IT AS THEIR FIRST, 


SECOND, 


THIRD» FOURTH. 




FIFTH CHOICE. 











F^^R EXAMPLE, PF THOSE ENTERING 


ATOMIC 


ENERGY, 


50r. HAD 


I.lSTcD 


IT \S 


THEIR FIRST CHOICE. 


:5?: AS THEIH SECOND CHOICE, 


5% 


AS THEIR THIRD 


:hoice. 


iX AS THE FOURTH, VONE AS THEIR 


FIFTH. AND \}% HAD LISTED 


IT AS THEIR 


SLXTH 


.HOICE OR 


SC^ AT 


ALL. 




! 

ALTERNATE 5PE(JIALTY 




1 


2 


3 


4 


5 


Other 


Personnel Manal^ement 




39% 




101 






221: 


f>R/SA 




51 


n 


5 




I 


1Q 


ATOMIC ENERGY 




50 


25 


5 


7 


0 


IJ 


R D 




43 


21 


8 


5 


I 


22 
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Appendix F 



Ercerpt from SEIiF ASSESSMEHT 



The foUovlng frames are drawn from values - assessment section 
of the SZLF A5SESSMEST module* Prior wO vieving this sequence, 
the user has considered the concept of self-assessment as a career 
planning tool and has evaJLuated his or her skills on the basis 
of preference and performance. 



so PAS too un Looas at roua smu — 

MUff rOU OUOT OOtK 
t^UX TOO 00 WIU 
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HAvc A Fcunn/L rsitucscf oi tout camzs If. 
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YCLK TASK RISC IS 70 lOtlrnn THOSI flUT ARE «ST 
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Appendix F , continued 
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RATXOG SCALS. 
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Z. Of AVERAGE MWrAiCE 

f 

LttSr IKPOlffAfT 



tmiu 
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LreATIYITT 
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USt or anLLS 



JtfiVEimmE, RISK, 
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mSICAL ACTIV- 
ITY 
FAMILY 
ULIGIOI 



:? Tou HAVE A miirrw attachb to *ou« :w. ajid fou 
^ un A aFY :f these l:sts. tou mai arr m 3y 



EXAMPLE 



After this rating process, the user is asked to rank these values 
^designated '*aost important" in order ^of relative importance and is 
offered suggestions about using this" self-assessment in career planning. 
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Appendix G 
Excerpt from CAREER STRATEGIES 



The following frames are drawn from the final section of CAREER 
STRATEGIES. The user has, at this point in the module, played the 
"SCOR" game, examined questions of interest in the Career Strategies 
Data Base, revised and set career goals, and is now facing the task 
of combining these and. previous sections of OCIPS into an integrated 
career Action Plan. This sequence appears on the screen; 



lAO A 'JXt AT TUB STOltT; 

Ai AMT omen Qornms szs prtmabt talob aid , 

no 'MKMB ABOUT TS SURFItlSia, 'ttDlCtBj, OffQKUIUiS 

AID mmaam n /ol net 3 ais Ajict camera 

TS2V riAJtimS SCMI CABZB 20ALS. 

AID m 3AX9. '*TIAT tfA5 WOfTBWSlLl - Vn PUMS 



WT*) lossisa 3 Tizs sTOtrr 

A - msjm. Loofs un xod cAmn nmao to me. 
9 - IT'S 0000 AS AS rr Tom * m v: zs icssxbc me 
rot '4nu TD omca c/uzzs xff m flai. 



"A" 
lOPTION 



IT XB LOOK LIKE OOOD CAKED FLAIHIC. 

AID TIE Cmcn EA3 PMBABtT 3CSSASED HIS rZUCSS 
fCR A KEUARDIIG OUtCZR. 

OT Era T3E BEST XALS SATE A VAI Cf aE3C 
fOUCCTTEl IT VE DOI'T: 



m, AID 

?Aa STEPS TO CARRY TEDI OT. 



"B" OPTION 



RZOir. SEVELCPIVC CAREER QGAL8, lASB OB OOWISC 
QfERI/ AID g rOWPW TIE AIMT CAREER STSTW. IS dU 

tn ssQiiiiJu. 

WW' S iossiiD IS AI ACTXOi pui - A SEiig c7 roi.ii;:: 
jTsrs foi RtADxiG h a spBcmc ourliiii. 

"ACTTDi rjm" mi trs ?wm ott tiiiljr; aboot oor 

CAmn 70 XISC SONETKHC AKDT H. 

'*ACnCt FUn" CAI IE mace for SBCIT-TERM goals ' LESS 
TSAI ? .'EARS) :M Ton tOIC-TEIM XALS ^HORE TEAR 5 TEARS). 

mOI WIS TCU 7U:S5 IS «RE 'JSEm? 

A - SIORT-TOW 



'A" OPTIONS 



tfKAT* 3 MISSUS IS AI ACTIOS PLU - ASEBItS OT COICRE^ 
STEPS ?0R RCACSHC A SF9CI7IC OBJECTIVE. 
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VBXCS VOUXiS TO!J 'TTESS IS ^RE USEFUL? 

A - SHORT-TEIW ' 

B - r;:in-TERM 




"B'' OPTIONS 
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Appendix G , continued 



"A" OPTIONS 



XAL8. tlU Att TVO ?!I0IUW WTTI ACTZOI ?UB8 ICR 
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"B" OPTIONS 
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ASD 
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HASACtASlE - 3UIDSIDS Zt rSsdmSTCPS ^GS7 MASS ?0I7 
POL IT'S^JOT TAOrC TSI /ISST STIP. 

Wl jUOOP T TSAt aCTX:S ?USS ABZ HOST ^/sswi ?os •*«BorT* 
GOALS. 



30 sew 30 TOO ?ICI A SSCRT-TDW "JOAL TO MAIZ TSIS "ACTIOS 
PUS* W«T 

am AM son vah • csoosi oss» 

A - IpOK AT OR CP rotff IXSSG-AABGX 30AXJ9 ASD SU 'JtA7 TOCJ 

SATi TO X wiTns Tn nrr 5 YtAis tc mach it. 
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OS OSZ. - 



30*1 TACTICS SATI HBttT. tXCSC AT TOOK 'jOSO*<USQZ 
XALl BLPS HAS SUSS TEAT tOiH PPCSm EJSZA'/OSS 
SAVE A :,OSa-SAS0Z PATOPF. WS LXCSO AT YOUS 
SSCST-TOH '•JSJST'S" HttPS MAO SCSI TCU XS'T SKIXCT 

Asirm a tss sbos? ffjs. h bsas di xs s :j rous spictpxc 

U^iO-iASSZ SQAIS- 

THE '.'PSSOT Za "XXSS CASZEK PUSIDPO MIASS XACSC %IOKZ 
TEAS on ACTIOS PUS. 



sc SOW rou gov -aui oooc cAsm pusiiso mzass 

- nuri'^iisu VALUB- asd skills. 

- ^COCflZUO Til SORPSISB, ^KJICB. OPPCSTJUTIIS 

Asc Ktsfusnms as ::a?ixs. 

- OLAXIPTJrU CASED GOALS* Aj^ 

* MAHBC Acncs PUSS rcP MEsrorc txos* kals 

CSE HCPE TUX flCES iSOUU f:U MAC fOUS ACTICS 'USS* 
A - SIGHT Ktf 

3 - :epssm :s oat sappos ott : ^*c!rr?:B mt :aji£Ss 
: - asT. HOLS :t a muuts - -•'Eat": thi3 'Ndsttcrdk; 
•<T tASis" Busnre^- 



At this point In the module, the concept of career 3cnitcring is 
tsented and related to action planning, and the user is of feredMirections 
" 'areating act'.cn clans using his or her cwn^data. 
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